Research background and motivation
The rapid economic growth in the past half century had the industrial structure in Taiwan be transited and promoted. The government also formulated acts of industrial encouragement to enhance and assist in businesses that the industry in Taiwan was indeed prosperously developed. Nevertheless, economic globalization resulted in the fierce competition in the international market. After traditional industries in Taiwan experiencing the phases of prenatal developmentdevelopment period-period of maturity, Lin [1] stated that the increasing labour wages and products costs had China and Southeast Asian countries face unprecedented challenges, the advantages were getting into the recession, and hightechnological electric and biomedical industries were taking over [2] . The industrial model in Taiwan used to be production orientation, in which low-cost production with dense labour and low wage was practiced to create the miracle that Taiwan became one of the Four Asian Tigers with Singapore, South Korea, and Hong Kong. Textile industry, outshone in the industries in Taiwan since 1950, enhanced the economic prosperity, provided numerous employment opportunities, and earned enormous foreign exchanges for being famed Taiwan Miracle internationally. However, being an island economy, the economic resources rely on imports and domestic market is small that product export is regarded as the exit of economic development in Taiwan. The emergence of Mainland China and Southeast Asian countries, with extremely low labour costs, has reduced the competitiveness of industries in Taiwan. Under such adverse factors, small-scale or weakfinance textile businesses in Taiwan have been downsized or knocked out. The remaining large-scale and betterfinance businesses are facing the dilemma of no downstream processing, as dyeing and finishing factories have moved out because of the shrinking market in textile industry. In this case, Huang [3] instructed that abundant production equipment in textile businesses has forced to move to China or Southeast Asian countries with low wages, such as Vietnam, Indonesia, Malaysia, Thailand, and Kingdom of Cambodia. In addition to large amount of capitals, such businesses opening factories overseas face the major problems of expatriates' overseas adaption and job satisfaction.
Literature review and hypothesis deduction Overseas adaption
Expatriates' anxiety or moods not adapting to strange or unfamiliar environments and culture are regarded as culture shock [4] . In other words, an individual often face uncertainties and are not sure of the acceptance and appropriateness of some behaviours after getting into a new environment that learning to judge behavioural value is often applied to reduce the uncertainties [5] . Overseas adaption has not been clearly defined by researchers. Ko [6] defined Overseas Adaption that an expatriate's perceived life satisfaction and work competence were the perceptions of foreign cultural value. Some researchers used to define cross-cultural adaption as the process of expatriates accommodating with culture shock in 
Research hypothesis deduction
Seashore and Taber [19] concluded environment and personal character as the factors in Job Satisfaction, which relied on the effects of the interaction on individual, organization, and society.
Environmental factor
(i) Political, economic, and cultural environments, such as unemployment rate.
(ii) Occupational character, like fame.
(iii) Internal environment of an organization, including organizational climate, organizational scale, and degree of centralization.
(iv) Work and work environment, like work characteristics.
Personal attributes
(i) Demographic variables, including age, gender, educational background, and seniority.
(ii) Stable personality trait, like psychological characters, value, and needs.
(iii) Ability, containing intelligence and skills.
(iv) Situational personality, such as motivation and preference.
(v) Perception, awareness, and anticipation.
(vi) Temporary personality trait, like anger and boredom.
In conclusion, the factors in Job Satisfaction could be classified into personal and environmental variables. Regarding personal variables, the effects of personal attributes are studied, whereas the effects of Overseas Adaption, as the environmental variable, on Job Satisfaction are explored in this study.
Based on the above points of view, the following hypotheses are proposed in this study: discussed the factors in the adaption to job change from the seven dimensions of (1) distance, including the distance of job change, (2) country, referring to the leave of the original country, (3) job nature, whether the content and hierarchy of the new job being the same or different from the original one, (4) social support, whether the job change requiring moving alone or with family, (5) period, the time of tenure and the repatriation time, (6) repatriation, the possible expense and welfare resulted from deposition or demotion when not being able to change, and (7) 
Job satisfaction
Smith et al.
[17] pointed out Job Satisfaction as the differences between returns really acquired and estimated value in a specific environment that the less difference showed the higher satisfaction, and vice versa. Researchers presented distinct viewpoints on Job Satisfaction as the follows.
1. Overall satisfaction: Job Satisfaction was defined as a single concept that a worker could balance the satisfaction and dissatisfaction on the job to become a collective satisfaction. The concept of Job Satisfaction was, therefore, explained in general, without involving in the dimensions, factors, and processes.
Expectation discrepancy:
Job Satisfaction was regarded as the difference between the returns really acquired and the estimated returns, where the less difference showed the higher satisfaction.
high school background shows 11%, college background 68%, and graduate background 21%, as well as married ones reveals 16%, single ones 73% and divorced ones 11%.
Analysis and discussion
Factor analysis of overseas adaption 
Correlation analysis of overseas adaption and needs for survival in job satisfaction
With multiple regression analysis to test H1 ( 
Correlation analysis of overseas adaption and needs for relatedness in job satisfaction
With multiple regression analysis to test H2 ( 
Correlation analysis of overseas adaption and needs for growth in job satisfaction
With multiple regression analysis to test H3 ( 
Research method Research framework
From the literature review of domestic and international researchers, the research framework is drawn to discuss the correlations between Overseas Adaption and Job Satisfaction.
Research subject and sampling
Textile industry, one of the basic industries for career, is the entrepreneurial and the core business of Far Eastern Group and weights about a quarter of the entire revenue of the Group. The production factories were established in Taiwan 
Effects of educational background on the relations between Overseas Adaption and Job Satisfaction
From analysis of variance (Table 4) , educational background presented significant moderating effects on the correlations between Work Adaption (p < 0.01), Life Adaption (p < 0.01), and Needs for Survival, between Work Adaption (p < 0.05), Interactive Adaption (p < 0.01), and Needs for Relatedness, and between Work Adaption (p < 0.01), Life Adaption (p < 0.05) and Needs for Growth; thus, H7 was partially supported.
Effects of marital status on the relations between Overseas Adaption and Job Satisfaction
From analysis of variance (Table 5) , marital status showed remarkable moderating effects on the correlations between Work Adaption (p < 0.05), Interactive Adaption (p < 0.01), and Needs for Survival, between Work Adaption (p < 0.01), Life Adaption (p < 0.05), and Needs for Relatedness, and between Life Adaption (p < 0.05), Interactive Adaption (p < 0.01), and Needs for Growth; thus, H8 was partially supported.
Needs for Growth, reaching the significance (β=0.164, p<0.05; β=0.175, p<0.05; β=0.215, p<0.01); thus, H3 was supported.
Moderating effects of demographic variable

Effects of gender on the relations between Overseas Adaption and Job Satisfaction
From analysis of variance (Table 2) , gender showed notable moderating effects on the relations between Work Adaption (p < 0.05), Life Adaption (p < 0.01), and Needs for Survival, between Life Adaption (p < 0.01), Interactive Adaption (p < 0.05), and Needs for Relatedness, and between Work Adaption (p < 0.05), Interactive Adaption (p < 0.01), and Needs for Growth; thus, H5 was partially supported.
Effects of age on the relations between Overseas Adaption and Job Satisfaction
From analysis of variance ( 
Conclusion
From the data analysis and research conclusion, the practical applications of Overseas Adaption and the suggestions for future research are proposed. The effects of Overseas Adaption on Job Satisfaction are regarded as the primary indicators. Consistent with the past research [20] [21] [22] , Life Adaption, Work Adaption, and Interactive Adaption in Overseas Adaption show significant effects on Job Satisfaction.
The research results present the direct correlations between Overseas Adaption and Job Satisfaction of expatriates in textile industry that the work adaption, life adaption, and interactive adaption should be enhanced. Supportive activities for the expatriates should also be enhanced. For instance, the employees with expatriation experiences could share the experiences and knowledge, and educational trainings could be preceded for the simulation so that the expatriates could better know about the tasks and easily get into the overseas tasks and living. Shortterm business trips could have the expatriates accumulate the overseas experiences; and, overseas expatriate handbook could be offered for instantaneously solving similar problems. 
